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There are several significant variables which leads to employee misconduct in workplace: 
consist of job satisfaction and ethical work climate factor. This research paper will examine 
mentioned significant variables that directly influencing employee misconduct and 
followed by a brief introduction of these sets of variables. The dependent variable of this 
study is employee misconduct. The independent variables of this study are job satisfaction 
and ethical work climate. Social Exchange Theory (SET) was utilized to explain the 
possible relationship between the variables to support the research framework. A total of 
200 employees in public service agency in Penang was participated in this study. The data 
respectively collected by self-administered questionnaires and SPSS was used to analyse 
the data collected. the independent variables; Job satisfaction and Ethical Work Climate 
are significantly correlated to the dependent variable which is Employee Misconduct. Both 
values indicated that they are medially correlated to Employee Misconduct and the 
correlation for each variable is significant.  Then, ethical work climate is strongly 
correlated with the job satisfaction. Finally, the implication for practical, theoretical and 
some recommendation for future study had been discussed. 












Isu salah laku pekerja di sektor awam hebat di perbincangkan sejak kebelakangan ini yang 
dikatakan berpunca daripada beberapa faktor dan pengaruh luar mahupun dalaman. Antara 
pengaruh agak ketara yang di perbincangkan ialah faktor atau pengaruh kepuasan pekerja 
dan suasana etika kerja. Oleh itu, kajian ini dilaksanakan untuk mengenalpasti pemboleh 
ubah- pemboleh ubah yang mempengaruhi pekerja untuk terlibat dalam kesalahan salah 
laku pekerja dan diikuti dengan pengenalan menyeluruh keatas pemboleh ubah-pemboleh 
ubah tersebut. Teori pertukaran sosial (SET) telah di gunakan untuk menerangkan 
kemungkinan hubungan antara pemoleh ubah untuk menerangkan dan menyokong rangka 
penyelidikan. Seramai 200 pekerja awam daripada agensi kerajaan telah mengambil 
bahagian dalam kajian ini. Data telah dikumpulkan melalui kaedah soal selidik yang 
diselengara sendiri dan perisian SPSS digunakan untuk menganalisis data dan menguji 
hipotesis. Kajian menunjukkan kedua-dua pemboleh ubah bebas iaitu, kepuasan kerja dan 
suasana etika kerja mempunyai hubungan langsung dalam mempengaruhi pekerja untuk 
melakukan salah laku ditempat kerja. Selain itu, pemboleh ubah suasana etikan kerja dan 
kepuasan kerja menunjukkan hubungan yang rapat antara satu sama lain. Akhirnya, 
implikasi terhadap pengurusan, individu dan akedemik serta beberapa cadangan untuk 
kajian akan datang juga telah dibincangkan.  
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In this chapter, preliminary information regarding the background of the study, problem 
statement, research objectives, research questions, and significance of the study, the scope 
of the study, the definition of key terms and organisation of the dissertations of this study 
will be provided. 
 
1.2 Background of the Study 
 
Employee behaviour is a crucial element in an organisation. Employee behaviour is an 
important aspect of an organisation that could impact performance, survival and well-being 
of the organisation (Mohammad, Habib, & Alias, 2011). Employee behaviour in an 
organisation varies to positive and negative behaviour. Positive behaviours such as 
organisation citizenship behaviour could promote the effective processes of the 
organisation (Organ, 1997). On the other hand, negative employee behaviour such as 
misconduct and deviant behaviour could relatively deteriorate the well-being of the 
organisation. Hence, the enactment of positive behaviours such as organisation citizenship 
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APPENDIX A- Questionnaires  







RESEARCH ON JOB SATISFACTION, ETHICAL WORK CLIMATE AND 
EMPLOYEE MISCONDUCT: A STUDY AMONG PUBLIC SERVANTS IN 
PENANG. 
 
Thank you for participating in this research. 
 
The following survey is being conducted for a partial fulfillment of my Master of Human 
Resource Management program at University Utara Malaysia. This research paper is to 
study how job satisfaction and ethical work climate influence employee misconduct 
among public service employees in Penang. 
 
Your help in completing and returning this questionnaire is most appreciated.  Completing 
the questionnaire would take about 10 minutes of your time.  All responses to this 
questionnaire will be kept confidential. Results will be used only for academic purposes 
with no specific individuals identified.   
 









  vijay 
………………………………………………… 
VIJAYA BASKARAN A/L VISVANATHAN 
vijay_visva@yahoo.com  
MSc. Human Resource Management 
School of Business Management  
Phone: 014-3421621 
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SECTION A: DEMOGRAPHIC PROFILE OF RESPONDENT 
Bahagian A: Latar Belakang Demografi Responden 
 
(This section intends to get information the respondents’ demographic background) 
Please fill the empty space and mark √ in the appropriate box. 
(Bahagian ini adalah untuk mendapatkan maklumat mengenai latar belakang responden) 
Sila tandakan √ dalam pemilihan yang sesuai. 
 
1. Gender/ Jantina 
 
          Male                Female 
 
2. Age/ Umur    
 
21-30     31-40 
 
41-50  51 & above 
 
 
3. Marital status/ Status Perkahwinan 
 
            Single                   Divorced  
  Married     
 
4. Race/ Bangsa 
 
            Malay                  Indian  
Chinese               others (please state): ………………… 
 
5. Religion/ Agama  
 
            Islam               Christian               Buddha              Hindu 
            Others (Please state): ……………… 
 
6. Length of employment/ Tempoh Perkhidmatan 
 
            1-10 years                     11-20 years                                
            21-30 years   31-40 years  
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Please review each of the statement below and circle the item that best represent you. 













1 2 3 4 5 
 
BIL KENYATAAN SKALA 
SALAH LAKU PEKERJA/ EMPLOYEE MISCONDUCT 
1 
Staff  merosakkan harta benda atau aset majikan 
Employee damaged property or assets of my employer 
1 2 3 4 5 
2 
Sengaja mengata atau membuat sesuatu yang 
menyakitkan hati pekerja lain. 
Purposely said or did something to hurt someone at 
workplace. 
1 2 3 4 5 
3 
Membuat sesuatu  tugasan dengan tidak baik, 
Did work badly. 
1 2 3 4 5 
4 
Sengaja membuat sesuatu tugasan dengan tidak betul 
dan perlahan. 
Purposely did work incorrectly and slowly in 
workplace. 
1 2 3 4 5 
5 
 Pekerja hanya rapat dengan rakan sekerja 
Employee always griped with co-worker. 
1 2 3 4 5 
6 
Pekerja dengan sengaja melanggar peraturan 
Employee deliberately bent or broke the law. 
1 2 3 4 5 
7 Pekerja mengutuk orang lain di tempat kerja 1 2 3 4 5 
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Employee criticized people at work. 
8 
Pekerja memulakan pertelingkahan dengan orang lain 
di tempat kerja. 
Employee started an argument with someone at 
workplace. 
1 2 3 4 5 
10 
Perkerja mengatakan perkara yang biadap terhadap 
penyelia atau organisasi. 
Employee said rude things about my supervisor or 
organization. 
1 2 3 4 5 
 
 
BIL KENYATAAN SKALA 
KEPUASAN KERJA/ JOB SATISFACTION 
1 
Secara keseluruhanya saya puas hati dengan rakan 
sekerja ditempat kerja. 
Overall, I’m satisfied with my members in my 
workplace. 
1 2 3 4 5 
2 
Secara keseluranya, saya berpuas hati dengan penyelia 
saya pada ketika ini. 
Overall, I’m satisfied with my supervisor at the 
moment. 
1 2 3 4 5 
3 
Secara keseluruhanya, saya puas hati dengan kerja saya 
sekarang. 
Overall, I am satisfied with my current job. 
1 2 3 4 5 
4 
Secara keseluruhanya, saya berpuas hati dengan 
majikan saya berbanding dengan majikan lain. 
Overall, I am satisfied with my current organization 
compared to other organization. 
1 2 3 4 5 
5 
Berdasarkan kemahiran dan tahap Pendidikan saya, 
saya berpuas hati dengan ganjaran dan faedah yang 
diterima daripada organisasi. 
1 2 3 4 5 
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Based on my skills and level of education, I am 
satisfied with my pay and benefits from this 
organization. 
6 
Kebanyakkan pekerja dalam organisasi ini berpuashati 
dengan kerja mereka pada ketika ini. 
Most of the employees in this organization are satisfied 
with the job at the moment. 
1 2 3 4 5 
7 
Saya tidak berfikir untuk meninggalkan organisasi ini 
sekarang walaupun keadaan organisasi tidak stabil. 
I had never thought to leave this organization even 
though the situation in this organization is unstable.  




BIL KENYATAAN SKALA 
SUASANA ETIKA KERJA/ ETICHAL WORK CLIMATE 
 1 
Pekerja sentiasa dilayan dengan adil di dalam 
organisasi 
Employees always get treated justly in the 
organization. 
1 2 3 4 5 
2 
Pekerja di sini pernah terlibat dalam salah laku. 
Employees in this organization had involved in 
unethical acts. 
1 2 3 4 5 
3 
Pekerja yang terlibat dalam tindakan tidak beretika 
untuk kepentingan diri menerima hukuman yang 
setimpal. 
Employees who involve in unethical acts for personal 
gain are punished. 
1 2 3 4 5 
4 
Pekerja di sini sangat digalakkan untuk menjaga 
kepentingan pelanggan. 
Employee are encouraged mostly to ‘up-sell’ the 
customers. 
1 2 3 4 5 




Dalam masa enam bulan, saya ada keinginan untuk 
mencari pekerjaan yang lain. 
Within six months of period, intended to search for 
another job. 
1 2 3 4 5 
6 
Saya akan berasa gembira untuk menghabiskan 
sepanjang hidup saya untuk bekerja di organisasi ini. 
I would be happy if I spend the rest of my life career in 
this organization. 
1 2 3 4 5 
7 
Saya percaya bahawa pengurus saya mempunyai 
integrity yang tinggi. 
I believe that my manager has high integrity. 
1 2 3 4 5 
8 
Apabila pihak ketiga mengkritik organisasi saya, ianya 
seperti penghinaan terhadap diri saya. 
When someone criticizes my organization, it feels like 
personal insults. 
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APPENDIX B- Respondents Profile 
Items Frequency Percentage (%) 
Gender  
Male 64 37.4 
Female 107 62.6 
Age 
21-30 34 19.9 
31-40 74 43.3 
41-50 36 21.1 
51 and above 27 15.8 
Marital Status 
Single 35 20.5 
Married 132 77.2 
Divorced 4 2.3 
Race 
Malay  160 93.6 
Chinese 1 0.6 
Indian 10 5.8 
Others 0 0 
Religion 
Islam 159 93.0 
Christian  1 0.6 
Buddha 2 1.2 
Hindu  9 5.3 
Others   
Length of Employment 
1-10 years 70 40.9 
11-20 years 70 40.9 
21-30 years 20 11.7 
31-40 years  11 6.4 
Job Grade 
Grade 54 2 1.2 
Grade 52 1 0.6 
Grade 48 5 2.9 
Grade 44 7 4.1 
Grade 42 1 0.6 
Grade 41 46 26.9 
Grade 33 5 2.9 
Grade 32 1 0.6 
Grade 31 14 8.2 
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Grade 22 3 1.8 
Grade 21 71 41.5 
Grade 2 4 2.3 
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Case Processing Summary 
 
Cases 
Valid Missing Total 
N Percent N Percent N Percent 





Statistic Std. Error 
SLP Mean 1.5621 .03627 
95% Confidence Interval for Mean Lower Bound 1.4905 
 
Upper Bound 1.6336 
 














Interquartile Range .89 
 
Skewness .407 .186 
















Tukey's Biweightb Hampel's M-
Estimatorc 
Andrews' Waved 
SLP 1.5343 1.5402 1.5502 1.5403 
a. The weighting constant is 1.339. 
b. The weighting constant is 4.685. 
c. The weighting constants are 1.700, 3.400, and 8.500 







Case Number Value 
SLP Highest 1 102 2.89 
2 67 2.78 
3 4 2.67 
4 36 2.56 
5 32 2.44a 
Lowest 1 169 1.00 
2 163 1.00 
3 159 1.00 
4 157 1.00 
5 156 1.00b 
a. Only a partial list of cases with the value 2.44 are shown in the table of upper 
extremes. 
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APPENDIX D- Results of Descriptive Statistics 
 
 
a) Cronbach Alpha Values for All Measurements 
Measurements Number of Items Cronbach Alpha (a) 
Employee Misconduct 9 0.878 
Job Satisfaction 7 0.767 
Ethical Work Climate 8 0.897 
 
 
b) Mean and Standard Deviation for Each Measurements 
Measurements Mean Standard Deviation  
Employee Misconduct 1.5621 0.47428 
Job Satisfaction 4.0175 0.53457 
Ethical Work Climate 4.1455 0.60188 
 
c) Descriptive statistic of Employee Misconduct 
Item Statistics 
 Mean Std. 
Deviation 
N 
Employee damaged property or assets of my 
employer 
1.40 .590 171 
Purposely said or did something to hurt someone 
at workplace. 
1.58 .726 171 
Did work badly. 1.51 .645 171 
Purposely did work incorrectly and slowly in 
workplace. 
1.57 .642 171 
Employee always griped with co-worker. 1.80 .735 171 
Employee deliberately bent or broke the law. 1.53 .645 171 
Employee criticized people at work. 1.65 .699 171 
Employee started an argument with someone at 
workplace. 
1.47 .645 171 
Employee said rude things about my supervisor or 
organization. 
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Overall, I’m satisfied with my members in my 
workplace. 
4.05 .746 171 
Overall, I’m satisfied with my supervisor at the 
moment. 
3.99 .755 171 
Overall, I am satisfied with my current job. 4.05 .814 171 
Overall, I am satisfied with my current organization 
compared to other organization. 
4.04 .821 171 
Based on my skills and level of education, I am 
satisfied with my pay and benefits from this 
organization. 
4.02 .801 171 
Most of the employees in this organization are 
satisfied with the job at the moment. 
3.78 .917 171 
I had never thought to leave this organization even 
though the situation in this organization is unstable. 
4.18 .925 171 
 
e) Descriptive statistics of Ethical Work Climate  
 
Item Statistics 
 Mean Std. 
Deviation 
N 
Employees always get treated justly in the 
organization. 
4.12 .726 171 
Employees in this organization had involved in 
unethical acts. 
4.15 .683 171 
Employees who involve in unethical acts for 
personal gain are punished. 
4.23 .714 171 
Employee are encouraged mostly to ‘up-sell’ the 
customers. 
4.20 .809 171 
Within six months of period, intended to search 
for another job. 
4.13 .858 171 
I would be happy if I spend the rest of my life 
career in this organization. 
3.88 .813 171 
I believe that my manager has high integrity. 4.19 .894 171 
When someone criticizes my organization, it feels 
like personal insults. 
4.27 .790 171 
 
Universl i Utara Malaysia 
105 
 
APPENDIX E- Results of Reliability Test 
Reliability Test Results 
 
Measurements Number of Items Cronbach Alpha (a) 
Employee Misconduct 9 0.878 
Job Satisfaction 7 0.767 
Ethical Work Climate 8 0.897 
 
APPENDIX F- Results of Pearson Correlation Analysis 
 Correlation Coefficient (Davis, 1971) 
  
Correlation Coefficient Strength of Linear 
Relationship 
0.70 and above = Very Strong 
0.50 – 0.69 =    Strong 
0.30 – 0.49   = Medium 
0.10 – 0.29 = Weak 











1   
Job 
Satisfaction 
-.300** 1  
Ethical Work 
Climate 
-.304** .609** 1 














1 -.300** -.304** 
Sig. (2-tailed)  .000 .000 
N 171 171 171 
KK Pearson 
Correlation 
-.300** 1 .609** 
Sig. (2-tailed) .000  .000 





-.304** .609** 1 
Sig. (2-tailed) .000 .000  
N 171 171 171 
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APPENDIX G- Multiple regression 
 
Measurements t-value Sig (p-value) 
Job Satisfaction -1.98 0.04* 
Ethical Work Climate -2.11 0.03* 
* Significance level; p < 0.05 




































df1 df2 Sig. F 
Change 
1 .337a .113 .103 .44920 .113 10.754 2 168 .000 1.783 
a. Predictors: (Constant), SEK, KK 
b. Dependent Variable: SLP 




Model Sum of Squares df Mean Square F Sig. 
1 Regression 4.340 2 2.170 10.754 .000b 
Residual 33.900 168 .202 
  
Total 38.240 170 
   
a. Dependent Variable: SLP 























     
KK -.161 .081 -.182 -1.987 .049 -.300 -.151 -.144 .629 1.590 
SEK -.153 .072 -.194 -2.114 .036 -.304 -.161 -.154 .629 1.590 
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APPENDIX H- Data Collection Approval Letter 
 
Universlti Utara Malaysia 
Vijaya Baskaran A/L Visvanathan
Pembantu Tadbir (Percukaian & Operasi) NE4 Kontrak
Unit Pungutan (Tunggakkan Hasil lndividu)
Tuan Pengarah,




PERMOHONAN KEBENARAN UNTUK MENDAPATKAN DATA KAJI SELIDIK
DARIPADA PEGAWAI LHNDM CAWANGAN BUKIT MERTAJAM
Merujuk kepada perkara diatas, saya Vijaya Baskaran A/L Visvanathan (Pembantu
Tadbir Percukai & Operasi NE4) Kontrak daripada Unit Pungutan (Tunggakan Hasil
lndividu) memohon kebenaran tuan untuk mendapatkan data kaji selidik untuk tujuan
penulisan Thesis llmiah.
2. Kaji selidik ini merupakan sebahagian daripada keperluan untuk melengkapkan
pengajian saya dalam bidang ljazah Sarjana Pengurusan Sumber Manusia. Malah,
tujuan data yang dikumpulkan untuk mengkaji kaitan di antara kepuasan bekerja,
suasana etika kerja dan salah laku pekerja.
3. Oleh itu, proses pengumpulan data akan dijalankan ke atas seramai200 orang
reponden dan sebarang maklumat yang di perolehi hanya akan digunakan untuk
tujuan penulisan ilmiah akademik sahaja.
4. Saya berharap agar permohonan ini dapat pertimbangan dan kelulusan tuan.




& Operasi) NE4 Kontrak
Unit Pungutan, Cawangan Bukit Mertajam
Lembaga Hasil Dalam Negeri Malaysia
Pembantu Tadbir(
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